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Abstract 
The purpose of present research is to investigate the relationship between emotional intelligence and transformational leadership 
of the managers of physical education managers of Golestan state. Some of the managers and deputies (n =53) of Golestan state 
physical education departments participated in this research of whom some of them (n=47) were selected as statistical samples of 
this study. In order to collect the data from emotional intelligence questionnaire that assesses 5 micro scales and multifactor 
leadership questionnaire (MLQ), Bass and Avolio (1996) measured 5 micro scales relating to transformational leadership, 3 
micro scales of transactional leadership and laissez-faire leadership. The results showed that there is a significant relationship 
between emotional intelligence and transformational leadership method (r = 0.61). Also the results of multiple regression test 
indicated that among transformational leadership micro scales, personal considerations (p < 0.01, β = 0.531) in the strongest 
predictive variable in transformational leadership method and among emotional intelligence micro scales, empathy (p < 0.01, β = 
0.524) has much influence on emotional intelligence of physical education managers. 
1. Introduction 
     In recent decades, many researches has been conducted in the field of identification of effective factors in 
successful and efficient organizations and the relationships between communicative skills of managers with 
organizational commitment and not leaving the organization by employees. The managers of different organizations 
including sport managers in organization management are faced with various situations that require adopting a 
suitable leadership method. Paying attention to the capabilities of leaders for managing today’s complicated 
organizations and using creative human forces are of the most important assets of successful organizations (José J. 
Villanueva  and José C. Sánchez, 2007). The managers in different organizations benefit from different methods 
including transformational leadership, transactional leadership, charismatic leadership, autocratic leadership or 
visionary leadership but regarding the structure and performance of different organizations and performing various 
researches, there is no detailed information about efficacy of new methods of management and its relationship with 
efficacy and sustainability of current sport organizations (Kent, T., Crotts, J., & Aziz, A. 2001). The results of 
different researches about successful and efficient organizations lead to this finding that efficient management and 
communicative skills are success factor of those organizations (Mark E. Burbach, 2004). The managers who have 
the ability to understand and control their emotions feel high commitment toward the organization and induce self 
confidence in subordinates, so are respected and accepted by employees (John Barbuto, Mark  Burbach, 2006) 
Palmer, B., Walls, M., Burgess, Z., & Stough, C. (2001).). The results of different researches imply that efficient 
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managers compared to other managers possess special personality characters. Zaccaro (2001) defines emotional 
intelligence as the power of logical reception and understanding a series of emotions and believe that the managers 
who have high social intelligence, by the help of optimum self confidence and internal control center have high 
ability to identify influential management executive needs such as flexibility, conflict management and setting up 
and tracking long term goals and pave the ground for optimizing the organization in society. Gardner and Stough 
(2002) and Massi (2000) know emotional intelligence as the main skill of the managers of big and successful 
organizations. They believe that the managers, who have high emotional intelligence, implement necessary balance 
between organizational position and occupational skills through identifying the capabilities of their subordinates and 
conveying their expectations clearly. Goleman (1998) defines high emotional intelligence with the aim of inspiring 
the employees and communicating to them as the common properties of all successful managers. Investigating the 
properties of successful managers, Bass (1997) reported that in traditional leadership methods, only the 
characteristics of employees and environment conditions were considered but recent progresses in scientific 
management emphasize on transformational and transactional leadership efficacy and its negative relationship with 
leaving the organization, being absent and employees’ transfer and organizational commitment and job satisfaction. 
Transformational managers pay attention to the needs and motivations of their subordinates and improve personal, 
group and organizational needs by cooperation based morale and provide new opportunities for organization by 
identifying effective methods for doing the job. But transactional leaders consider current needs of their 
subordinates and try to achieve determined goals through paying reward for good performance, mutual support, and 
direct supervision on employees’ performance and changing the individuals on their positions. In his investigation 
on the reasons of success of managers, Dulewicz (2000) reported that the managers possessing high emotional 
intelligence are happier in working place and feel more commitment to the organization. These groups of managers 
always use positive emotions in their relationships with subordinates in order to create self esteem and enthusiasm in 
employees and are successful by improving organizational performance. But Atwater (1993), Gibbones (1986) and 
Howell & Avolio (1993) reported that there is no significant relationship between emotional intelligence and 
transformational leadership method. Also, female managers are more inclined to use transformational leadership 
method, but male managers mainly use transactional leadership method. 
     The results of Dvire et al indicated that transformational leaders have special human skills for inducing 
motivation and optimum self confidence in order to achieve the goals required by organization and creating the 
conditions for explicit acceptance of changes by employees. By their charismatic behavior, praising the employees, 
inspiring, inducing group motivation and making intimate and logical relationships with subordinates, the 
transformational managers induce the employees to apply their best capabilities and skills for innovation and 
displaying an excellent performance and the success of organization. Palmer (2001) believes that there is a 
significant relationship between emotional intelligence of managers and inspiring and personal considerations. The 
managers who use transformational leadership method mainly use behavioral styles during conflicts and stresses 
developed in organization for solving the problems than emotional styles. In studying the relationship between 
emotional intelligence and leadership styles and its relationship with enhancement of understanding sense of male 
managers, Downey (2006) reported that the managers possessing high emotional intelligence have better ability in 
recognizing the status of organization in society and identification of problems in a proper and timely manner. But 
Boss (1995) relates efficacy and non efficacy of management styles with the level of goals and obligation of 
managers and employees. He believes that both transformational and transactional styles can lead to the 
improvement and growth or on the contrary, deterioration and end of organization’s life that depend to the adoption 
of goals by employees and the rate of achievement of goals by organization. 
     Yammarino (1993) according to his investigation and referring to laissez-faire leadership considers it the 
opposite of transformational leadership and reported that paying no attention to the needs of subordinates and 
irresponsibility of employees leads to emergence of a negative relationship between laissez-faire leaders and 
employees. But Kark and Shamir (2002) reported that there is a positive and significant relationship between 
transformational leadership and creativity, adoption and commitment to the goals of organization, development of 
cooperation and internal motivation in employees. Therefore, by using effective management, we can develop 
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suitable condition for sustainable development and proper and optimum lead of employees in order to prevent loss 
of financial and human based resources. 
2. Research methodology 
     The present research is a field type one and its purpose is to investigate the relationship between emotional 
intelligence and transformational leadership of Golestan state physical education offices. The statistical population 
of this research consisted of all presidents and deputies of provinces and districts physical education offices and 
general department of Golestan state physical education. All individuals presenting in statistical population (n = 53) 
were selected as statistical samples of this research that finally 47 questionnaires were returned and were applied. 
The tools applied for collecting the data are: 
 
2.1.  emotional intelligence questionnaire: in order to evaluate the emotional intelligence of managers, we used  
        this questionnaire by which 5 micro scales of self awareness, self management, self motivation, empathy  
        and social skills are assessed as 5 values Likkert scale (1: totally agree to 5: totally disagree. The  
        justifiability of this questionnaire is confirmed by related professors and its perpetuity was measured that  
        was confirmed with 0.83. Also, justifiability and perpetuity of this questionnaire was reported by Petrides  
        (2007) using splitting and Cronbach’s alpha methods (r= 0.76- 0.84). 
2.2 Multifactor leadership questionnaire (MLQ), Bass & Avolio (1996): this questionnaire measures 
transformational leadership micro scale. The questionnaire is designed in the form of Likert 5 scales one 
with options: 0= never, 1= seldom, 2= sometimes, 3= often, 4= always. In present research, 5 micro scales 
of transformational leadership are used that are: individualized influence (behavior), idealized influence 
(spiritual influences), inspirational motivation, intellectual stimulation, individualized consideration. The 
justifiability of this questionnaire is confirmed by professors and its perpetuity was also assessed by 
Cronbach’s alpha that was confirmed by 0.86. The validity of this questionnaire was reported by Bass and 
Avolio (1996) (α= 0.74- 0.94). Internal consistency of transformational leadership micro scales were 
obtained in a pilot study using Cronbach’s alpha respectively as: α = 0.68, 0.86, 81.76, and 0.74. In order to 
determine the relationship between emotional intelligence and transformational leadership style we used 
hierarchical regression analysis for variables and Pierson’s correlation coefficient in level p < 0.05.   
     Insert your heading text and choose the appropriate heading level from the style menu. Insert your heading text 
and choose the appropriate heading level from the style menu. Insert your heading text and choose the appropriate 
heading level from the style menu. Insert your heading text and choose the appropriate heading level from the style 
menu. Insert your heading text and choose the appropriate heading level from the style menu. Insert your heading 
text and choose the appropriate heading level from the style menu. Insert your heading text and choose the 
appropriate heading level from the style menu. Insert your heading text and choose the appropriate heading level 
from the style menu. Insert your heading text and choose the appropriate heading level from the style menu. Insert 
your heading text and choose the appropriate heading level from the style menu. Insert your heading text and choose 
the appropriate heading level from the style menu. Insert your heading text and choose the appropriate heading level 
from the style menu. Insert your heading text and choose the appropriate heading level from the style menu. 
3. Research methodology 
     After making necessary coordination with Golestan state physical education office and obtaining the permit for 
the researcher to be attended in physical education offices, the questionnaires were distributed and then collected by 
the researcher in the place of physical education offices among the managers and deputies. It must be mentioned that 
for the purpose of preventing any bias before completing the questionnaires, the objective of research was explained 
to subjects and they were asked not to consult. 
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4. Research findings  
     The purpose of present research is investigating the relationship between emotional intelligence and 
transformational leadership among the managers of physical education offices. The mean of emotional intelligence 
and transformational leadership scores are presented in table 1. The results indicated that the highest and lowest 
scores in transformational leadership micro scale occurred in individualized consideration (3.51) and intellectual 
stimulation (2.89). 
 
Table 1: the mean scores of physical education managers 
 
 variable mean Sd 
Tr
an
sf
or
m
at
io
na
l l
ea
de
rs
hi
p 
Individualized considerations 3.51 0.84 
Idealized behavior (attraction) 3.09 0.68 
Idealized attitude (spiritual impacts) 3.24 0.82 
Inspirational motivation 3.37 0.89 
Intellectual stimulation 2.89 0.76 
Total score of transformational leadership 16.2 3.99 
Em
ot
io
na
l i
nt
el
lig
en
ce
 
Social skills 42.68 5.08 
Self awareness 38.45 4.23 
Self management 36.51 2.36 
Self motivation 40.18 3.48 
Individual properties 34.24 2.18 
Total score of emotional intelligence 192.6 17.33 
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Diagram 1: mean scores of transformational leadership 
 
 
42.68
38.45
36.51
40.18
34.24
Social skills Self awareness Self 
management
Self motivation Individual 
properties  
Diagram 2: mean scores of emotional intelligence 
 
     After using Durbin Watson test and assuring about regression pre-assumption (D.W = 1.892) (table 2), in order to 
determine predictive variable (emotional intelligence) on transformational leadership methods of physical education 
managers, ANOVA test was conducted (table 4). The results indicated that among three leadership styles, there is a 
significant relationship between emotional intelligence and transformational leadership style (F = 11.46, β = 0.473) 
(table 3). 
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Table 2: the results of Durbin Watson test for three leadership styles 
 
 
 
 
 
      
     Therefore, in order to determine the predictive variable (emotional intelligence) on transformational, 
transactional, and laissez-faire leadership styles, we used multiple analysis tests. The results indicated that there is 
significant relationship between emotional intelligence and transformational leadership (table 2). 
 
Table 3: hierarchical regression for predictive variable of transformational leadership 
 
variable B SE B β R2 F 
First step 
Emotional intelligence 
0.002684 0.15382 0.14968 0.0224310 *3.564 
Second step 
Emotional intelligence and transformational 
leadership 
0.000627 0.11549 0.47312 0.3284665 *2.368 
Significance level  p < 0.05      
 
     In order to determine which of micro scales of emotional intelligence have the highest predictive ability in 
transformational leadership style of physical education managers as an independent variable, we used hierarchical 
regression test. Based on the data of table 4 that imply positive impact of emotional intelligence on transformational 
leadership of physical education managers (Sig = 0.008, F = 11.46), the results of hierarchical regression test 
indicated that social skills (p < 0.01, β = 0.39) have the highest impact on transformational leadership style of 
physical education managers (table 5). 
 
Table 4: predicting transformational leadership based on emotional intelligence of physical education managers 
 
Model Sum of square df Mean Square F-value sig 
Regression 6147.636 3 2285.134 11.46 *0.008 
Residual 41536.082 44 234.923   
Total  47683.718 47    
 
Moddle R R.squre R.Adjusted S.E Dorbin.watson 
1 0.83 0.773 0.769 47.357892 1.892 
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Table 5: the results of hierarchical regression test for emotional intelligence and transformational micro scales 
  Coefficients    
 standard   Non standard  
Model sig t-value β SE B 
(constant) 0.041 1.697  14.846 11.682 
Self awareness 0.023 2.167 0.129 0.214 0.447 
Self management 0.009 1.845 0.152 0.372 0.834 
Self motivation 0.038 4.392 0.221 0.631 0.912 
Individual properties 0.001 3.089 0.284 0.438 1.239 
Social skills 0.004 6.241 0.393 0.329 1.518 
 R adjust= 0.21  R2= 0.34   
 
     The results of hierarchical regression test for transformational leadership style and emotional intelligence micro 
scales indicated that individualized considerations (p < 0.01, β = 0.531) is the strongest predictive variable in 
transformational leadership, also, inspiration (p < 0.01, β = 0.09) is the least effective predictive variable on 
transformational leadership style of physical education managers (table 3). 
     Social skills (β = 0.280, 0.335, 0.439, 0.312, 0.461, 4730) was also the second predictive variable on 
transformational leadership style of physical education managers. 
Table 6: the results of hierarchical regression test (β) for transformational leadership micro scales 
 
 Social 
skills 
Individual 
properties 
Self motivation Self management Self awareness 
Transformational leadership 0.473 0.524 0.367 0.213 0.341 
Attraction 0.461 *0.370 - - 0.192 
Spiritual effects 0.312 0.289 0.126 - - 
Inspiration 0.439 0.521 0.189 *0.134 0.090 
Intellectual stimulation 0.355 0.432 0.264 - - 
Individual considerations 0.280 0.531 - 0.371 0.128 
Non predictive property of variable (p< 0.05) 
p<0.01* 
 
When the presence of significant relationship between emotional intelligence and transformational was confirmed, 
we investigated the intensity of relationship between emotional intelligence and transformational leadership micro 
scales using Pierson test. The results of Pierson test indicated that social skills have high relationship with 
motivation (r = 0.53), also a weak relationship exists between behaviour and self management of managers (r = 
0.085). Besides, a direct and high relationship exists between emotional intelligence and transformational leadership 
style (r = 0.61) (table 4) 
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Table 7: the results of Pierson test for emotional intelligence micro scales and transformational leadership style 
 
 
 Social 
skills 
empathy Self motivation Self 
managemen
t 
Self awareness Emotional 
intelligence 
Transformational 
leadership 
0.52 0.473 0.531 0.27 0.16 0.61 
Attraction 0.43 0.461 *0.370 0.22 0.085 0.39 
Spiritual effects 0.402 0.312 0.298 0.28 0.21 *0.13 
Inspiration 0.48 0.439 0.521 0.36 0.34 0.26 
Intellectual stimulation 0.53 0.355 *0.432 0.42 0.26 0.47 
Individual considerations 0.45 0.280 0.531 0.19 0.31 0.51 
P < 0.05                p < 0.01 
 
Discussion 
 
     One of the effective factors in productivity, efficacy and job satisfaction of employees in different organizations 
is leadership style of managers. The results of recent researches indicated that emotional intelligence is an important 
variable in charismatic and transformational leadership styles. The results of recent studies supported the assumption 
of presence of a significant relationship between emotional intelligence and transformational leadership style. The 
results indicated that there is a significant and direct relationship between transformational leadership style of 
Golestan state physical education office managers and emotional intelligence that was consistent to many studies 
(Martell, & Desmet, 2001, Niroshaan Sivanathan, 2002). When efficacy of managers is of consideration, the factors 
such as insight, ideas and strategies used by managers become significant. Goleman (1998) believes that 20 to 80% 
of transformational managers have high emotional intelligence (Goleman.D, 1998). Transformational managers 
express their feelings easily and increase responsible feeling in employees by individual and organizational 
communicating and create positive motivation in them through transferring organizational values to their 
subordinates and accepting the goals (Sivanathan, & Fekken, 2002). This group of managers can achieve the respect 
and confidence of their employees and prevent conflicts and threatening conditions for organization and employees 
through taking correct decisions. But transactional managers have lower efficacy than transformational managers 
through controlling the programs and their subordinates and making no change in believes and stressing on 
determined roles of employees (William, 2004). Based on a research, Bass and Alivio (1995) stated that successful 
managers are individuals who use method by combining positive factors of transformational and transactional 
leadership styles and considering situation of organization in external environment. Therefore, regarding emergence 
of new problems in different organizations, the necessity of adopting emotional and social skills together with the 
skills of an efficient manager have gained more importance. So, technical and mental skills are of the basic 
requirements for executive managers. The findings of Atika (2008) indicated that emotional intelligence has a 
significant role in organizational structuring and inspiring the employees. He believes that the ability to express the 
emotions in a logical manner, self awareness, empathy with employees and high self esteem are the characteristics 
of efficient managers. 
     The results of this research showed that showing empathy has a direct relationship with all emotional intelligence 
micro scales that is consistent to the studies of Kellet et al (2002) and Wolf (2002). They believe that the managers 
who have empathy against the personal ideas and considerations of employees use suitable motivational methods. 
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Also among transformational leadership micro scales, there is a direct and strong relationship between 
individualized considerations and transformational leadership that is consistent to many studies. 
In some of conducted researches a significant relationship was found between transformational leadership style and 
gender. The findings of Mayer et al (1999) and Barbara (2003) indicated that gender can be effective on the extent 
of using transformational and transactional leadership styles. Female managers compared to male ones express their 
feelings easily and tend to mainly use transformational leadership style. Therefore, based on the existence of a 
positive and strong relationship between emotional intelligence and transformational leadership style, the managers 
evaluating the emotional intelligence of middle and operational the managers would be able to use suitable 
management style that is consistent to emotional and social intelligence of individuals for efficient management and 
on the other hand they can make suitable displacements of managers and prevent transferring them or leave by them 
through training the managers who have high intelligence. Therefore based on conducted researches and similar 
studies that are indicative of positive impact of emotional intelligence on efficacy of different organizations, top 
managers of sport organizations would be able to use emotional intelligence as a valuable tool for applying and 
developing and optimizing working quality of the managers of physical education offices in different fields. 
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